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3Abstract  
De vertrekintentie van medewerkers tijdens een verandertraject is een negatieve consequentie 
van weerstand tegen verandering (Oreg, 2006). De vertrekintentie is een bewezen voorspeller 
voor het daadwerkelijk vertrekken van medewerkers (Babalola et al, 2014) en daarmee 
belangrijke informatie voor het management van organisaties. Vertrouwen in management 
hangt hier zeer nauw mee samen en is een kritiek element voor het succes van een 
verandertraject (Van Dam et al, 2008). Ieder verandertraject heeft een negatieve uitwerking op 
vertrouwen in management (Morgan & Zeffane, 2003; Sorensen et al, 2011). Effectieve 
communicatie tijdens een verandertraject is een belangrijke factor voor medewerkers om de 
verandering succesvol te maken (Tucker et al, 2013; Van den Heuvel et al, 2016; Van den 
Heuvel et al, 2017). Ook autoriteit is belangrijk als het aankomt op het communiceren naar 
medewerkers; het blijkt het vertrouwen in het management te verhogen wanneer medewerkers 
direct contact hebben met het hoger management (Morgan & Zeffane, 2003). Sorensen et al 
(2011) beschrijft hoe vertrouwen in management positief beïnvloed kan worden door direct 
contact met het hoger management. Vertrouwen in management lijkt op haar beurt weer een 
voorspeller voor de vertrekintentie van medewerkers (Ng & Feldman, 2013).  
Deze studie onderzoekt de invloed van informatie en participatiemogelijkheden op zowel 
vertrouwen in management als de vertrekintentie van medewerkers tijdens een verandertraject. 
Tevens wordt onderzocht of vertrouwen in management de relatie tussen informatie- en 
participatiemogelijkheden ten aanzien van de vertrekintentie beïnvloedt.  
Uit de resultaten blijkt dat zowel informatie als participatiemogelijkheden een significant 
positief effect hebben op vertrouwen in management. Het effect dat deze variabelen hebben op 
de vertrekintentie van medewerkers is zeer klein. Hier is echter een uitzondering op; dat is 
wanneer de informatie rechtstreeks door het hoger management wordt gegeven. Zowel 
informatie als participatiemogelijkheden verlagen dan de vertrekintentie.  
Het verstrekken van meer informatie bij medewerkers met een laag vertrouwensniveau in het 
management zorgt voor een verhoogde vertrekintentie. Bij medewerkers met een hoog 
vertrouwensniveau bereikt het geven van meer informatie wel het gewenst effect; het verlaagt 
dan juist de vertrekintentie.  
Keywords: trust in management, turnover intention, information, participation  
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1. Introduction 
 
It is important for organizations to understand their employees’ reactions to a planned change 
(van Dam, Oreg & Schijns, 2008). One of the negative reactions is turnover intention (Oreg, 
2006). This is an effect coming forward from resistance to change (Oreg, 2006). Organizations 
do not want their good employees to leave their organization. Especially not during the process 
of a large-scale organizational change. Organizational changes are very common and 
employees do leave organizations during organizational changes (Oreg, 2006; van Dam, Oreg 
& Schijns, 2008; Canning & Found, 2015). This directly involves management, since they need 
their good employees in the organization after the change.  
It is interesting to find out if turnover intention can be influenced by the management by sharing 
timely information about the change with the involved employees. ‘They are responsible for 
defining the desired end state, for determining the outline of the change process and for taking 
corrective measures during the change implementation’ (Van den Heuvel et al, 2016, page 
264). Lots of research has also been done on the subject of trust and resistance in regard to 
change (e.g. Oreg, 2006; van Dam, Oreg & Schijns, 2008). Trust is seen as an influencer of 
resistance to change; therefore, it could also be a predictor of intention to leave (Oreg, 2006).  
 
This research will focus on behavioral resistance during organizational change processes and 
specifically on turnover intention in combination with trust in management. The results should 
give an answer to the question how management can enhance trust and reduce turnover 
intentions by involving employees in the process and communication about the change. 
Turnover intention is a very important measure, since it has been consistently found to be a 
predictor of actual turnover (Babalola et al, 2014). When organizations can get grip on turnover 
intention they are able to retain their human resources and talents (Babalola et al, 2014).  
 
Change operations that involve lots of employees, are often announced in an early state, with 
spare details unclear to personnel. It takes a lot of time before employees know what the 
consequences of the change are and if they see themselves working in the changed organization. 
For the employer it is important to bind valuable employees, so that they do not leave the 
organization before the change is implemented. To achieve this, it matters in which stage of the 
change employees are informed (Canning & Found, 2015). There are contrasting findings about 
the effect providing more information has on resistance to change (Oreg, 2006; Wanberg & 
Banas, 2000; Canning & Found, 2015). 
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It is interesting to know how many people actively leave the organization during this insecure 
period and what the effect would be if they were informed properly. Providing information is 
tightly linked with participation. Personnel does not only want to be informed, but they also 
want to be heard during the change process (Lines et al, 2005). How a change process is 
designed and executed could be interpreted as the result of managerial choice. The trust 
employees have in management could possibly explain something about the level of trust the 
employees have in the success rate of the change. It has been studied that participation is 
significantly related to trust in management (Lines et al, 2005). Since trust could be seen as a 
predictor for turnover intention (Oreg, 2006) it seems interesting to test this relation.  
Previous studies show that trust levels increase when employees have direct contact with higher 
management (Morgan & Zeffane, 2003). This study will focus on the possible relationship 
between information, participation, trust in management and turnover intention. Additionally, 
it will be tested whether communication channel influence these relationships.  
 
By a quantitative study the following question will be answered:  
 
To what extend do communication and participation possibilities for employees relate 
positively to trust in management during organizational change and minimize the 
intention to leave an organization due to perceived insecurities and how does trust in 
management influence this relationship?  
 
 
  
 
 
 
 
 
 
 
Figure 1: Representation of the tested model  
 
The scientific contribution of this study is that there has not been much research in which 
communication and participation during organizational change have been measured as an 
independent variable against turnover intention. No research was found in which trust in 
management was tested as influencer or predictor of this relation. Change itself is related to 
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turnover intention (Raza et al, 2017). However, studies that examine information & 
participation as direct antecedent of turnover intention are scarce. Van den Heuvel et al (2017) 
researched how change information influences attitudes toward change and turnover intention, 
but found no significant relationship between the change dimensions and the respondent’s 
turnover intentions. A possible explanation for this is that employees might perceive the 
organizational change at the time of little importance. The change that will be researched is a 
large scale organizational change, where 30% of the employees will lose their job. For the 
remaining employees, the change also has a high impact, since all teams will be newly formed 
and work locations will be changed. 
Since the population of this research is different than the population of earlier studies (Van den 
Heuvel et al, 2017), there could be different results which have a valuable empirical 
contribution. Another theoretical contribution, is that no research has been found, in which 
communication channel was a separate measure.  
 
The practical contribution of this study is that, depending on the results, organizations can 
choose to actively inform their employees and let their employees participate in the process of 
the upcoming change in an early state. Turnover intention has proven to be a predictor of actual 
turnover. To retain their human resources and talents, this is a very valuable measure for an 
organization (Babalola et al, 2014) and could be a guideline for management practice during 
organizational change.  
 
2. Literature review 
 
A lot of researchers focused on the subject of trust and resistance in regard to change (e.g. Oreg, 
2006; van Dam, Oreg & Schijns, 2008). “Resistance to change is often used as an explanation 
for why efforts to introduce large-scale changes in technology, production methods, 
management practices, or compensation systems fall short of expectations, of fail altogether” 
(Oreg, 2006, page 73). Oreg (2006) proposes and tests a theoretical model of resistance to 
change that views resistance as a subjective and complex, tridimensional construct. According 
to Oreg (2006) resistance is an, often negative,  attitude toward change. This attitude includes 
affective (how one feels), behavioral (how one acts or intents to act) and cognitive components 
(how one thinks).  
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One of the negative (behavioral) outcomes of resistance to change is turnover intention, coming 
forward from bad communication during the change process (Van Dam, Oreg & Schijns, 2008; 
Raza et al, 2017).  
This dimension is the central topic in this paper, as it is considered as a component of behavioral 
resistance (Oreg, 2006).  
 
2.1 Turnover intention  
 
Resistance to change has negative consequences for an organization. This is the reason why 
managers’ intentions are to avoid this phenomenon. There are several consequences that result 
of resistance to change; one of them is turnover intention (Oreg, 2006). Actual turnover not 
only increases the risk that employees share inside information with competitors, but is also 
quite expensive. In the current knowledge-based economy, this means that new employees need 
to have specific skillsets, need more advanced training and for educated, knowledgeable and 
skilled employees and increased wages need to be paid (Hancock et al, 2013). They also found 
a significant relationship between turnover and organizational performance, which makes this 
phenomenon very important for managers to understand in order to influence and downsize the 
turnover rate.  
Frequent change is positively related to turnover intention (Babalola et al, 2014; Raza et al, 
2017). When employees leave an organization, this can negatively affect the performance of 
this organization (Raza et al, 2017). Most employees want to be a part of the change process 
and provide maximum input.  Unfortunately, they are not always able to do this, since they do 
not understand the change intervention and its main target. When employees are not able to 
communicate properly, conflicts can appear which can lead to employees developing intentions 
of leaving the organization (Raza et al, 2017).  
They also concluded that employee turnover intention increases when organizations want to 
introduce any change intervention. A response to change is that employees choose to 
voluntarily quit their jobs. Canning & Found (2015) found that there are several factors of 
motivation, habit, selected perception and insecurity that come forward from perceived control 
and perceptions of loss, which are forms of attitudinal and behavioral resistance. This means 
that employees who are afraid to lose their job, or feel bad about the negative effect the change 
will have on the organization are probably not supporting the change and are more likely to 
leave the organization. Turnover intention is a consistent predictor of actual turnover (Babalola 
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et al, 2014) and therefore it is very valuable for an organization to know how they can influence 
this variable. 
During an organizational change, fear that the change negatively affect employees, could lead 
to higher turnover intentions (Raza et al, 2017). “It is the responsibility of change agents and 
management implementing change to make sure that employees are assured that changes in 
HR policies will not affect them negatively” (Raza et al, 2017, page 10).  
 
2.2 Trust in management  
 
Trust in management is very important in the process of organizational change and is widely 
reported in literature (e.g. Morgan & Zeffane, 2003; Tucker et al, 2013). There are several 
definitions: “Trust is a psychological state comprising the intention to accept vulnerability 
based upon positive expectations of the intentions or behavior of another.” (Rousseau et al, 
1998, page 395). Rousseau et al (1998) indicated trust is not a behavior or a choice, but an 
underlying psychological condition that can cause a result of actions from the management.  
“It is the employees’ experience at work that shapes their evaluation of risk and vulnerability 
and so the extent of their general trust and trust in management in particular.” (Morgan & 
Zeffane, 2003, page 59).  
In this paper the definition of Morgan & Zeffane (2003) is chosen, since this research 
specifically focuses on the perception of the employee in trusting the higher-management to 
lead the organizational change into the right direction.  
 
Most literature underlines how important employee trust is within organizational change. This 
is for both management practice and theory. The best way to achieve mutual trust is through 
consultation, participation and empowerment. “Trust in management by employees generally 
focuses on how managers are perceived to make change decisions that affect employees.” 
(Morgan & Zeffane 2003, page 68).  
The management is responsible for designing and implementing an organizational change. 
Research shows that trust in management can positively influence resistance to change (Morgan 
& Zeffane, 2003; Bansal, 2016; van den Heuvel, 2016). Trust is a vital component of effective 
and satisfactory relationships among employees and a critical element for success (Van Dam et 
al, 2008). Trust in management is a necessary indicator for the success of an organizational 
change (Tucker et al, 2013). Effective communication is a predictor of trust during 
organizational change and is necessary to minimize uncertainties and maximize their trust in 
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management (Bansal, 2016). To achieve effective communication, management can use four 
communication principles. By continuously reflecting whether information about the change is 
in time, useful, adequate and satisfying for the employee’s questions about the change, the 
effectiveness and quality of that information can increase (Van den Heuvel, 2016). Timely 
information is important, because it helps the employee to reduce uncertainty and anxiety, 
which can reduce the behavioral actions of employees (Wanberg & Banas, 2000). This could 
lead to reduced turnover intention. It is the perception of an employee; when one employee 
feels satisfied when informed before the actual change takes part, the other employee prefers to 
be informed when the change plans are still being designed. Timely communication can be 
defined as communication in and about the change process, which is timely enough for the 
employee to have the feeling he or she can still contribute to the change (Canning & Found, 
2015).  
 
The process of communication during the change is a very important factor on this relation: 
when there is more direct consultation with supervisors and higher-level management, the trust 
in management appears higher (Morgan & Zeffane, 2003). Also trust in management has been 
linked with how employees behave during an organizational change (Morgan & Zeffane, 2003; 
Tucker et al, 2013). The higher the perception of employees about useful, timely and adequate 
information on the organizational change, the higher the psychological contract fulfillment is, 
which could be an indicator for higher trust (Van den Heuvel et al, 2017). Change processes in 
which the management give attention to communication and involvement have more potential 
for acceptance (Canning & Found, 2015). It is also said that effective communication is a 
necessary factor for an organizational change to succeed (Tucker et al, 2013; Van den Heuvel, 
2017).  
 
2.3 Information & participation  
 
Besides sharing information, participation is also a very important factor during organizational 
change. Participation is explained as the possibility for participants in the change process to 
speak out their opinion in order to influence end and means (Lines et al, 2005). This kind of 
participation during change is significantly related to trust in management (Lines et al, 2005).  
Participation is seen as the perception of the employee on how they can contribute to the 
planned change (Canning & Found, 2015). As with information, also participation helps to 
reduce uncertainty and anxiety (Wanberg & Banas, 2000). Trust in management can be 
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positively influenced by consultation with the decision makers (higher-level management) 
through a personal and direct form of consultation (Sorensen, 2011).  
 
During an organizational change, it is necessary for employees to receive information about the 
changes that will occur and how they will affect the organization (Wanberg & Banas, 2000). It 
is very important for management to be aware of how they communicate details about the 
change (Tucker et al, 2013). Any change negatively affects trust in management (Morgan & 
Zeffane, 2003; Sorensen et al, 2011). Management has a crucial role in the change process, 
especially when it comes to communication and trust (Van den Heuvel et al, 2016).  
Effective communication during an organizational change is an essential factor to make a 
change process successful (Tucker et al, 2013; Van den Heuvel et al, 2016; Van den Heuvel et 
al, 2017). Whether the information is received in time, is useful, is adequate and satisfies 
employees’ questions about the change, explain this effectiveness (Van den Heuvel et al, 2016).  
An interesting conclusion of Canning & Found (2015) is that more information could have 
negative consequences, it can increase the resistance, and therefore increase turnover intention. 
For example, when an employee finds out his or her chances to maintain their job decreases. 
Also, Oreg (2006) found that more information about the change is not lowering the effect. On 
the contrary: more information leads to a higher level of turnover intention (Oreg, 2006).  
 
Assumed can be that both information and participation possibilities lead to reduced anxiety 
and uncertainty, which leads to the following hypotheses:  
 
Hypothesis 1a:   The level of participation during the organizational change process is 
positively related to trust in management  
Hypothesis 1b:  Information during the organizational change process is positively 
related to trust in management  
 
A different factor to be researched, is how this information is communicated. A 
recommendation from Oreg’s (2006) research is to attempt to identify the specific contexts and 
processes in which information can help preventing resistance instead of influence it negatively 
(Oreg, 2006). Canning & Found (2015) showed in their results that information does lead to 
less resistance, but it matters how and when this information is communicated. Authority is 
important for employees; their trust in the management increases when they have direct contact 
with higher management (Morgan & Zeffane, 2003). The form of this consultation is important; 
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direct consultation is better than indirect (Morgan & Zeffane, 2003). Indirect information means 
information received through newsletters, via other employees or via the union. Employees are 
more likely to develop trust when they experience involvement through direct contact with the 
higher-level management. Consultation with supervisors does not positively relate to trust in 
management, where consultation with the higher-management does. The reason for this could 
be the lack of authority of the supervisor (Morgan & Zeffane, 2003). When employees are not 
given accurate and timely information this influences their trust in the management negatively 
(Van Dam, Oreg & Schijns, 2008). 
Management should constantly consider if information about the change is received in good 
time, is useful, is adequate and satisfies ambiguities about the change (Van den Heuvel et al, 
2017).  
Therefore, it is interesting to research whether the negative relation between information and 
resistance can be split up to three different types of communication ways. These three ways are 
directly by the higher management, directly by supervisors and indirectly, for instance via 
email, letter of video. Expected is that information is negatively related to turnover intention 
for all communication ways, however, expected is that these results will defer. This leads to the 
following hypotheses:  
 
Hypothesis 2a:  Information (shared directly by the higher management) is negatively 
related to turnover intention 
Hypothesis 2b:  Information (shared directly by supervisors) is negatively related to 
turnover intention 
Hypothesis 2c:  Information (shared indirectly) is negatively related to turnover intention 
 
Assumed was that more information would lead to less resistance. This however, was based on 
the assumption that resistance is irrational and because of unfamiliarity to the details of the 
change. Oreg (2006) based this on previous findings from Wanberg & Banas (2000). Other 
researchers found different results. For example, Canning & Found (2015); who’s research led 
to the conclusion that in order to reduce resistance to change, it is inevitable to have two-way 
communication and participation with the employees of the organization. Employees who have 
been involved during this process will probably more often support the change. Most important 
is that the information they receive is of high quality and the process must also include 
possibilities for input from employees; they need to have the feeling they are being heard 
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(Lewis, 2006). This leads to the assumption that indirect information does not offer possibilities 
for participation, which could possibly lower the trust in management.  
Simoes & Esposito (2014) found the opposite; in their study communication led to a lower level 
of resistance. The relationship between information and resistance tends to be influenced by the 
way this information is communicated (Oreg, 2006). Turnover intention is a form of resistance, 
and employees who actively act against the change also reported a higher turnover intention 
(Oreg, 2006). There are significant relationships between resistance to change and the three 
change process characteristics: provision of information, opportunities for participation and 
trust in those managing the change (van Dam, Oreg & Schijns, 2008). 
 
Hypothesis 3a:  Information (shared directly by the higher management itself) is 
positively related to trust in management 
Hypothesis 3b:  Information (shared by supervisors) is positively related to trust in 
management  
Hypothesis 3c:  Information (shared indirectly) is negatively related to trust in 
management 
 
Lack of trust can be decreased by involving employees in the change management process. 
Employees will develop co-ownership of the change, but the management also gathers 
information about the perception of their employees regarding the change. Factors that 
negatively influence trust in management are perceptions of participation, being uninformed 
and lack of communication. Employees that feel opportunities for participation show less 
resistance to change (Lewis, 2006).  
 
Hypothesis 4:  Level of participation is negatively related to turnover intention   
 
Employee involvement only has a positive effect on and diminishes resistance to change when 
the involvement starts in an early stage. Involving the employee later in the process does have 
a small positive effect on the resistance, but this effect is much more useful when employees 
are involved in an early stage (Canning & Found, 2015). It is also very important that 
communication during a change process is not lacking or inconsistence. If that happens it 
overrides the positive effect of involvement (Canning & Found, 2015). Resistance, and 
therefore turnover intention, can be influenced by involving employees in the change process 
  14
by giving them accurate information in time. Also, providing possibilities to participate in the 
implementation of the change can decrease resistance (Van Dam, Oreg & Schijns, 2008).  
 
A low trust level in the higher management is strongly related to more anger, frustration and 
anxiety. This leads to increased actions against it, which leads to a higher turnover intention 
(Oreg, 2006). A higher organizational trust level leads to higher embeddedness, which lowers 
turnover intention (Ng & Feldman, 2013).  
This leads to the following hypothesis:  
 
Hypothesis 5a:  Trust in management mediates the negative effect between information 
and turnover intention 
Hypothesis 5b:  Trust in management mediates the negative effect between participation 
and turnover intention 
 
To find out whether trust in management moderates the effect between the different ways of 
information and turnover intention, the following hypotheses are defined:  
 
Hypothesis 6a:  The effect information (shared directly by the higher management itself) 
has on turnover intention, is stronger for employees with higher trust in 
management  
Hypothesis 6b:  The effect information (shared by supervisors) has on turnover intention, 
is stronger for employees with higher trust in management  
Hypothesis 6c:  The effect information (shared indirectly) has on turnover intention, is 
stronger for employees with higher trust in management  
 
Perceptions of participation can negatively influence trust in management (Sorensen, 2011) and 
providing possibilities to participate in the implementation of the change can decrease 
resistance (Van Dam, Oreg & Schijns, 2008). Since turnover intention can be seen as a form of 
resistance (Oreg, 2006) the following, last hypothesis will be tested:  
 
Hypothesis 7:  The effect participation has on turnover intention, is stronger for 
employees with higher trust in management 
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3 Method  
 
The subject organization of this study is a large, publicly listed financial institution which 
underwent several reorganizations in the period of 2015-2018. These reorganizations took place 
department by department. Because the organization is publicly listed, information about the 
changes is under embargo and only available for higher management and other involved 
employees (insiders; for example, a limited group of employees from the human resource 
department and members of the works council) until the design is completed. During this 
process, so called ‘pizza sessions’ are organized, in which employees can talk with higher 
management and give their input on the planned change.  However, during these sessions no 
classified information is shared.  
After details are clear personnel is informed via meetings, mailings and sessions with their own 
supervisors. This study will focus on a specific sales department with 682 employees who work 
on different locations spread over the Netherlands.  
 
3.1 Research design   
 
This research is a quantitative study. The research question can be answered by testing 
hypotheses after a research among a sales department of a large financial institution in the 
Netherlands. The survey was sent to 682 employees in June 2017. This was several days after 
the implementation of a large reorganization. In this reorganization approximately 300 
employees lost their jobs. These people stay in service of the organization for another 9 months 
after implementation of the change. In this period, the mobility department guides them by 
finding a new job in or outside the organization. The survey was sent to the entire department 
from before the change.  
To reach as many respondents as possible the choice was made to use a survey. In this way, the 
highest response rate can be reached. Among this group are also several managers. The research 
question is specifically qualified for hypotheses.  
 
A qualitative research was not an option, since way too less research units could be interviewed 
to give a representative overview of the effects of the change. To find a validated answer to the 
research question, it is necessary to reach as many respondents as possible without selection. 
Therefore, a quantitative study is most qualified.  
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3.2 Data collection  
 
Data will be collected within a specific department of a financial institution in the Netherlands. 
A structured questionnaire will be emailed to the group affected with the organizational change. 
Among this group are also supervisors. The higher management is excluded from the 
questionnaire. Management approves this research; they gave approval to send the 
questionnaire to the employees involved. The assumption is that most employees and managers 
will fill out the questionnaire. Reason to believe this is that most employees are familiar with 
the researcher and management also actively asked employees to cooperate.  
The managers involved are supervisors, but these are not members of the senior management, 
which means they do not have a say in the design of the planned change. A reminder will be 
send to increase responses. If still not enough respondents, subjects can be approached 
individually by the researcher.  
 
3.3 Operationalization  
 
Several variables will be measured. These are turnover intention, trust in management, 
perceived information and participation. All variables will be tested with validated 
questionnaires. Each item was rated along a 5-point likert-scale (1 = strongly disagree, 5 = 
strongly agree). A full overview of the questionnaire can be found in Appendix I.  
 
For turnover intention a questionnaire by Kelloway et al (1999) is used. This validated 
questionnaire consists of four items and was used by several scolars, for example Babalola et 
al (2014). Examples of the items are: ‘I am thinking about leaving this organization’ and ‘I am 
planning to look for a new job’.  
For trust in management a combination of two questionnaires is used, to increase the reliability. 
Both questionnaires measure trust in management, but one focuses more on the culture within 
the organization (Sorensen et al, 2011) whereas the other focuses on the effectiveness of the 
management (Cook & Wall, 1980). The first part is a questionnaire by Sorensen et al (2011) 
and consists of four items. Examples of these items are: ‘Can you trust the information that 
comes from the management?’ and ‘Does management trust employees to do their work well?’. 
The second part is a questionnaire by Cook & Wall (1980) and consists of eight items. Examples 
of these items are: ‘Management can be trusted to make sensible decisions for the firm’s future’ 
and ‘I have full confidence in the skills of the management’. To ensure the reliability of the 
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combined questionnaires, a factor analysis will be performed. Chosen was to use these 
questionnaires in order to get a broader picture on trust in management within the organization.  
Information is measured with a questionnaire by Wanberg & Bana’s (2000). This questionnaire 
consists of four items. Examples are: ‘The information I have received about the changes has 
been useful’ and ‘I have received adequate information about the forthcoming changes’. An 
additional question will be added to the questionnaire to measure the channel in which the 
respondent received their information. Respondents select whether they have received the 
information directly via higher management, directly via supervisors or indirectly.   
The last variable; participation, is also measured with a questionnaire by Wanberg & Bana’s 
(2000). The scale consists of four items. Examples of the items are ‘I have been able to ask 
questions about the changes that have been proposed and that are occurring’ and ‘I have some 
control over the changes that have been proposed and that are occurring’. 
 
Four control variables were also measured; these are gender, educational level, salary level and 
service years.  
 
3.4 Data analysis  
 
After an extended reliability analysis using Cronbach’s alpha and a factor analysis, the next 
step is to check if groups show variance for all control variables as well as for the variable ‘way 
of communication’. 
Linear regression will be performed for all independent variables to determine the relation 
between the several variables.  
 
3.5 Methodological issues  
 
The questionnaire will be conducted anonymously. In this way assumed can be that no social 
desirable answers are given. The non-response and construct validity will be discussed in the 
next chapter (results).  
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4  Results  
4.1 General results 
 
179 surveys have been filled in, from which 140 completely. This means the response rate is 
26,3% from which 78,2% filled out the surveys completely.  
 
The survey was sent to the entire group affected by the change. At the moment the survey was 
sent, the implementation of the change started. This means that employees knew their individual 
outcome. The only employees missing from the population are those who actively left the 
organization in the period between communicating the planned change and implementation. 
The period between communication and implementation was approximately one year and bank 
employees do not easily find different jobs these days. Therefore, the non-response risk is low 
and assumed is that the population reached is a valid reflection of the population.  
 
The first step in analyzing the data was coding missing values. All surveys have been used, 
with missing values deleted. Since all questions have been made mandatory, the only missing 
values have been those of respondents who did not finish the survey.  
To achieve a dataset as complete as possible, chosen was to use the given answers from the 
incomplete surveys.  
 
Next step was to form scales from the sub questions of the survey. To check the reliability 
Cronbach’s Alpha was measured.  
For turnover intention Cronbach’s Alpha was 0,834. 169 respondents answered this question. 
145 respondents answered the questions about trust in management ( = ,917). The questions 
about information were answered by 143 respondents ( = ,865). The questions for 
participation were answered by 140 respondents ( = ,788). Leaving out the first question 
would lead to a Cronbach’s alpha of 0,831. Since the desired minimum is 0,8 this was 
considered, but the slight enlargement would not weight up against the loss of data.  
 
To check for convergence and discrimination a factor analysis was performed. One item was 
deleted because this led to five scales, instead of four. Three items were deleted because the  
factor load deferred >0.2 from one another. The items deleted were ‘does management withhold 
important information from the employees?’, ‘Management at my firm are sincere in their 
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attempts to meet the workers’ point of view’, ‘I feel quite confident that the firm will always 
try to treat me fairly’ and ‘I have been able to ask questions about the changes that have been 
proposed and that are occurring’. The factor analysis is presented in appendix 2.  
The scales turnover intention and information both still consist out of four items.  
Trust in management now consists out of nine items, the renewed Cronbach’s alpha is 0.896. 
Participation now does consist out of three items and the renewed Cronbach’s Alpha is 0.831.  
By doing a factor analysis and building the right scales, the construct validity was preserved.  
 
Table 1 presents reliabilities, descriptive statistics and intercorrelations of the four scales 
measured. No multicollinearity was found.  
 
Table 1: Means, standard deviations, range, intercorrelations and scale reliabilities 
 Mean  SD  Range  1 2 3 4 
1. Turnover intention  3,0488 1,07781 1-5 (,834)    
2. Trust in management  3,5326 ,61682 1-5 -,506** (,896)   
3. Information  3,5490 ,72630 1-5 -,167*   ,465** (,865)  
4. Participation  2,5929 ,98678 1-5 -,294** ,536** ,434** (,831) 
Internal consistency estimates (Cronbach’s Alpha) appear in parentheses along the diagonal  
* p<,05 ** p=<,01 
 
4.2 Variance of different groups  
 
To check the differences between the respondents, a variance analysis was performed. Groups 
were based on the control variables; gender, years of service, level of education, scale level. 
Furthermore, groups were also formed on way of communication. Table 2 shows the variation 
between the control variables gender, level of education, years of service and scale level.  
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Table 2: Variation between gender, level of education, years of service and scale level  
Gender  # %  Years of Service  # % 
Male  129 72,5  Less than 5 years  15 8,5 
Female  49 27,5  Between 5 and 10 years  27 15,3 
    More than 10 years  135 76,3 
 
Level of Education  # %   Scale level  # % 
MBO or else  21 11,9  Scale 8 or below  29 16,4 
HBO  88 49,7  Scale 9,10 or 11 98 55,4 
WO  68 38,4  Scale 12 or higher  50 28,2 
 
4.2.1 Gender  
 
For gender a t-test was performed to check variance between male and female on both trust and 
turnover intention. Male respondents score a mean of 3.5596 (sd = .64522) on trust. For female 
respondents it is 3.4506 (sd = .52112). Male respondents score a mean of 3.0062 (sd 1.08851) 
on turnover intention, whereas female score a mean of 3.1563 (sd = 3.1563).  
 
These differences are not significant on both trust in management (p = .310) and turnover 
intention (p = .411). The variable ‘gender’ will be excluded from the analysis.   
 
4.2.2 Years of service  
 
The large majority of the respondents has more than 10 years of service. Since the other two 
groups become too small, this variable will be reduced into two groups; less than 10 years of 
service and more than 10 years of service.  The group with less than 10 service years consists 
out of 42 respondents (23.7%), whereas the group with more than 10 service years consists out 
of 135 respondents (76.3%). For these two groups a t-test was performed to check variance 
between the group with less than 10 years of service and the group with more than 10 years of 
service. Respondents with less than 10 years of service score a mean of 3.3906 (sd = .71854) 
on trust in management. Respondents with more than 10 years of service score a mean of 3.5744 
(sd = .58050). On turnover intention the group with less than 10 years of service scores a mean 
of 2.9821 (sd = .99602). The group with more than 10 years of service scores a mean of 3.0709 
(sd = 1.10639).  
  21
These differences on years of service a not significant for both trust in management (p = .185) 
and turnover intention (p = .628). The variable ‘years of service’ will be excluded from the 
analysis.  
 
4.2.3 Level of education  
 
For level of education there are three groups; MBO, HBO and WO. For trust in management 
MBO respondents score a mean of 3.4615 (sd = .52675) on trust. HBO respondents score a 
mean of 3.5508 (sd = .56575) and WO respondents score a mean of 3.5269 (sd = .69285). A 
Bonferroni test was performed to check differences between these groups. The mean 
differences were very small and not significant (p = >0.05).  
 
Table 3: Bonferroni for ‘education’ versus ‘trust in management’ 
Trust in management  Mean difference 
MBO  HBO -.0893   
HBO   WO  .0239  
WO  MBO  .0653  
 
For turnover intention the mean for MBO respondents is 3.0441 (sd = .96110), for HBO 
respondents the mean is 3.0436 (sd = 1.09826) and for WO respondents the mean is 3.0568 (sd 
= 1.09439). A Bonferroni test was performed to check differences between the groups with 
different educational levels. The mean differences were very small and not significant (p = 
>0.05).  
 
Table 4: Bonferroni for ‘education’ versus ‘turnover intention’  
Turnover intention   Mean difference 
MBO  HBO 0.0005  
HBO   WO  -0.0132  
WO  MBO  0.0127  
 
The variable ‘education’ will be excluded from the analysis.  
 
 
 
 
  22
4.2.4 Salary level (scale level)  
 
For salary level three groups were formed; scale level 8 or below, scale 9, 10, 11 and scale 12 
or higher. On trust in management the group with a scale level of 8 or below scored a mean of 
3.3626 (sd = .49392), the group with scale 9,10 or 11 scored a mean of 3.4544 (sd = .64021) 
and the group with scale 12 or higher scored a mean of 3.7269 (sd = .58344).  
 
For turnover intention the group with scale 8 or below scored a mean of 3.3900 (sd = .91595), 
the group with scale 9, 10 or 11 scored a mean of 3.0771 (sd = 1.13594) and the group with 
scale 12 or higher scored a mean of 2.8250 (sd = 1.00541).  
 
For both variables trust in management and turnover intention a Bonferroni test was performed 
to check for differences between the groups. For trust in management one significant difference 
was found. For turnover intention no significant difference was found.  
 
Table 5: Bonferroni for ‘scale level’ versus ‘trust in management’ 
Trust in management  Mean difference 
Scale 8 or below  Scale 9, 10 or 11  -.0918  
Scale 9, 10 or 11  Scale 12 or higher  -.2724*  
Scale 12 or higher  Scale 8 or below  .3643  
* p < .05 
 
Table 6: Bonferroni for ‘scale level’ versus ‘turnover intention’  
Turnover intention   Mean difference 
Scale 8 or below  Scale 9, 10 or 11  .3129  
Scale 9, 10 or 11  Scale 12 or higher  .2521  
Scale 12 or higher  Scale 8 or below  -.5650  
 
Since only one significant difference was found, another test was performed, dividing the scale 
level respondents in two groups; the first group consists of the respondents with a scale level 
up to 12 and the second group consists of respondents with scale 12 or higher.  
For trust in management this leads to a mean of 3.4364 (sd = .61305) for the group up to scale 
12 and a mean of 3.7269 (sd = .58344) for the group with scale 12 or higher. This difference is 
significant (p = .007).  
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For turnover intention the mean for the group up to scale 12 is 3.1429 (sd = 1.09727) and for 
the group with scale 12 or higher the mean is 2.8250 (sd = 1.00541). these differences are not 
significant (p = >0.05).  
 
The variable ‘scale level’ is excluded from the analysis for turnover intention, but included for 
the analysis for trust in management. Chosen was to perform further analysis with two groups, 
since these differences are significant.  
Trust in management is .29043 higher for employees with scale level 12 or higher compared  
with employees with a scale level up to 12. This mean difference is significant.  
 
4.2.5 Way of communication  
 
All respondents were asked how they received their information. They could answer directly 
via higher management, directly via supervisor or indirectly. In table 7 the variation between 
these groups is visible.  
 
Table 7: Variation between way of communication  
Way of communication  # % 
Directly via higher management 36 20,1 
Directly via supervisor  59 33,0 
Indirectly  47 26,3 
 
For the group who received their information directly via the higher management the mean 
value on trust in management is 3.6451(sd = .63736), for the group who received information 
directly from their supervisor the mean is 3.6460 (sd = .44801) and for the group who received 
their information indirectly the mean on trust in management is 3.3452 (sd = .69591).  
 
For turnover intention the group who received their information directly form the higher 
management scores a mean of 2.9583 (sd = 1.25570), the group who received information 
directly from their supervisor scores a mean of 2.9153 (sd = 1.06331) and the group who 
received their information indirectly scores a mean of 3.1330 (sd = 1.05146).  
 
For both variables trust in management and turnover intention a Bonferroni test was performed 
to check for differences between the groups. For trust in management one significant difference 
was found. For turnover intention no significant difference was found. 
  24
Table 8: Bonferroni for ‘way of communication’ versus ‘trust in management’ 
Trust in management  Mean difference 
Directly (via higher management, headquarters)  Directly (via supervisors, own management)  -.0009  
Directly (via supervisors, own management)  Indirectly (via internet, email, etc.) .3008*  
Indirectly (via internet, email, etc.) Directly (via higher management, headquarters)  -.2999  
* p < .05 
 
Table 9: Bonferroni for ‘way of communication’ versus ‘turnover intention’  
Turnover intention   Mean difference 
Directly (via higher management, headquarters)  Directly (via supervisors, own management)  .0431  
Directly (via supervisors, own management)  Indirectly (via internet, email, etc.) -.2177  
Indirectly (via internet, email, etc.) Directly (via higher management, headquarters)  .1746  
 
Since the only difference found is between a direct and indirect group; another test was 
performed to see whether the variance between two groups is significant. New groups were 
formed; a group of respondents who received their information directly and a group who 
received their information indirectly.  
 
For trust in management the mean value for the group who received information directly is 
3.6456 (sd = .52450) and for the group who received information indirectly the mean is 3.3452 
(sd = .69591). This difference is significant (p = .005).  
 
For turnover intention the mean value for the group who received information directly is 2.9316 
(sd = 1.13365) and for the group who received information indirectly the mean is 3.1330 (sd = 
1.05146).  This difference is not significant (p = > .05).  
 
The variable ‘way of communication’ will be excluded from the analysis for turnover intention, 
but included for the analysis with trust in management. Trust in management is .30046 higher 
when information is received directly and this mean difference is significant.  
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4.3 Tests of hypotheses  
 
Regression analysis was performed to support or reject hypotheses.  
 
Hypothesis 1a:   The level of participation during the organizational change process is 
positively related to trust in management  
 
A positive relation between participation during the organizational change process and trust in 
management was predicted in hypothesis 1.  Employee’s perception of participation was found 
to be significantly correlated with trust in management (r = .536, p = .000). 29,1% of the 
variance of trust in management was predicted by participation (R2 = .291).  
When controlling the regression between participation and trust by adding information, way of 
communication and scale level to the model 37.2% of the variance of trust is was predicted by 
information, participation, way of communication and scale level together. In table 10 is visible 
how the variance defers when the regression is controlled by different variables.  
 
Regression analysis shows that for every unit participation increases, the mean value of trust in 
management increases with 0.378 units (  .378, p = .000), controlled by information, way of 
communication and scale level. This suggests that if the employee’s perception of participation 
is high, this will positively influence their trust in management and therefore, H1a is supported.  
 
Hypothesis 1b:  Information during the organizational change process is positively 
related to trust in management  
 
In hypothesis 1b a positive relation between information and trust in management was 
predicted. Information was found to be significantly correlated to trust in management (r = 
.465, p = .000). 24,7% of the variance of trust in management is predicted by information (R2 
= .247). Controlled for participation, information, way of communication the results are the 
same as outlined with hypothesis 1a.  
 
Regression analysis shows that for every unit information increases, the mean value of trust in 
management increases with 0.299 units (  .299, p = .000); controlled for information, way of 
communication and scale level. This suggests that if the employee’s perception of information 
is high, this will positively influence their trust in management and therefore, H1b is supported.  
  26
 
  27
Hypothesis 2a:  Information (shared directly by the higher management) is negatively 
related to turnover intention 
Hypothesis 2b:  Information (shared directly by supervisors) is negatively related to 
turnover intention 
Hypothesis 2c:  Information (shared indirectly) is negatively related to turnover intention 
 
Assumed was that sharing information is negatively related to turnover intention which leads 
to the assumption that employees stay and wait out the change before deciding to leave the 
organization. There is a significant, though small negative relation between information and 
intention to leave (r  = -.167, p = .047). 2.8% of the variance of intention to leave was predicted 
by turnover intention (R2 = .028). When split into groups by information channel, the results 
were quite different. However, in the variance analysis of ‘way of communication’, it showed 
no significant difference between the groups. When combining the groups ‘directly via higher 
management’ and ‘directly via supervisor’, there still was no significant difference between 
‘direct’ and ‘indirect’. Unfortunately, this means that the results of this analysis only count for 
this sample, and nothing can be said about the entire population.  
 
For turnover intention the mean value for the group who received information directly from the 
higher management is 2.9583 (sd = 1.25570) and for the group who received information 
indirectly the mean is 3.0118 (sd = 1.05863). This small difference slightly exceeds the wanted 
significance level (p = .059). Because the exceeding of this significance level is only small, 
chosen was to use the results.  
 
For the group who received information directly from the higher management the variance of 
turnover intention is significantly predicted by information and participation.  
The variance between the group who received information directly from the higher 
management and the rest of the sample slightly exceeded the significance level of 0.05 (p = 
.059). Therefore, these results do mean something and are reported.  
 
For the group who received their information from the higher management directly, 39.3% of 
the variance of turnover is predicted by information, controlled by participation (R2 = .393, p = 
>.001). For every unit information increases, turnover intention decreases with .338  
( = -.338, p = .028).  
This means hypothesis 2a is supported, whereas hypothesis 2b and 2c are rejected.  
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Hypothesis 3a:  Information (shared directly by the higher management itself) is 
positively related to trust in management 
Hypothesis 3b:  Information (shared by supervisors) is positively related to trust in 
management  
Hypothesis 3c:  Information (shared indirectly) is negatively related to trust in 
management 
 
Information and trust are significantly related (r = .465, p = .000). Assumed in hypothesis 3 was 
that there would be a difference in the relation between information and trust, created by the 
channel from which employees received their information concerning the change. The means 
for trust on the group who received information directly from the higher management and the 
group who received this information also directly, but from their supervisor deferred less than 
.001. Chosen was to form new groups in which the way of communication was split up into 
two groups; direct and indirect.  
 
Table 12: regression by groups for trust in management; way of communication ‘directly’ versus ‘indirect’ 
* p <.05, ** p < .01, *** p < .001 
 
33,9% of the variance of trust in management is predicted by information (R2 = .339, p = .000) 
for the group who received information directly, controlled by participation and scale level. 
This means for every unit information increases in this group, trust in management increases 
with .319 ( = .319, p = .001).  
 
There is no significant relation between these variables for the group who received their 
information indirectly. Hypothesis 3a and 3b are partly supported. However, an expected 
significant difference between these two groups did not occur.  
INDIRECT Model 1 Model 2 Model 3 
Information    .489*** .263 .249 
Participation     .421** .423** 
Scale level 
(scale >12) 
  .030 
    
 R2  .126 .001 
 F 13.829*** 8.522*** .049 
R2 .239*** .365*** .366*** 
DIRECT  Model 1 Model 2 Model 3 
Information   .439*** .309*** .319*** 
Participation     .399*** .370*** 
Scale level 
(scale >12)  
  .071 
    
 R2  .142 .004 
 F 21.716*** 19.200*** .578 
R2 .193*** .335*** .339*** 
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Predicted was that sharing information indirectly would have negative consequences for trust 
in management. The relation between information and trust for the group who received their 
information indirectly is positive, but not significant ( = .249, p = .121). This means hypothesis 
3c is rejected.  
 
Hypothesis 4:  Level of participation is negatively related to turnover intention   
 
The relationship between participation and turnover intention was studied; assumed in 
hypothesis 4 was a negative relation between participation and turnover intention. Employee’s 
perception of participation is significantly correlated with turnover intention (r = 0.269, p =  
<0.01). Controlled by participation 8.6% of the variance of turnover intention  
is predicted by participation (R2 = ,086).  
 
Regression analysis shows that for every unit participation increases, the mean value of 
turnover intention decreases with 0.267 units (  -0.267, p = .004). This suggests that if the 
employee’s perception of participation is high, this will negatively influence their turnover 
intention. It can be concluded that employees with more participation possibilities have lower 
intentions to leave the organization. Therefore, hypothesis 4 is supported.  
 
Hypothesis 5a:  Trust in management mediates the negative effect between information 
and turnover intention 
Hypothesis 5b:  Trust in management mediates the negative effect between participation 
and turnover intention 
 
Assumed in hypothesis 5 is that trust in management is negatively related to turnover intention. 
Trust in management is significantly negatively correlated with turnover intention (r = -.506, p 
= < 0.01). 25.1% of the variance of turnover intention is predicted by trust in management (R2 
= 0.251), when controlled by information and participation. Information (r = -.167, p = < .05) 
and participation (r = -.294, p = < .001) are also negatively related to turnover intention.  
 
Regression analysis shows that for every unit trust in management increases, the mean value of 
turnover intention decreases with .506 units ( -.506, p = .000). In this analysis; both 
information and participation show no significant result in the regression, when trust in 
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management is added. This means that trust in management is a full mediator for both 
information and participation.  
Hypotheses 5a and 5b are therefore supported.  
 
Hypothesis 6a:  The effect information (shared directly by the higher management itself) 
has on turnover intention, is stronger for employees with higher trust in 
management  
Hypothesis 6b:  The effect information (shared by supervisors) has on turnover intention, 
is stronger for employees with higher trust in management  
Hypothesis 6c:  The effect information (shared indirectly) has on turnover intention, is 
stronger for employees with higher trust in management  
 
First an analysis was made for the entire group of respondents. The effect information has on 
turnover intention is a small, but significant negative effect ( = -.167, p = .047). However, this 
effect turns positive when controlled with trust in management ( = .079, p = 0.343). The 
interaction effect between information and trust in management was standardized and also 
tested; this effect is a small, negative, significant effect ( = -.173, p = .029). In table 10 the 
complete overview is visible.  
Figure 2: moderation effect trust in management on information versus turnover intention  
 
Via simple slopes was tested weather this effect was stronger when employees score higher on 
trust in management. It appeared, that when employees score 1 point less on trust in 
management, all independent variables are significantly negative. In table 13 the difference is 
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visualized. However, it is mainly the level of trust in management that matters to influence 
turnover intention.  
 
Table 13: Simple slopes for regression between information and turnover intention, with trust in management as moderator 
 
 
 
 
These results indicate that when employees score low on trust, information has a negative effect 
on turnover intention. This result is significant. However, for average and high trust this effect 
is smaller and not significant. Trust in management itself is a predictor for turnover intention; 
the effect is negative and significant.  
The higher an employee scores on information in combination with a high level of trust in 
management, the lower they score on turnover intention. For employees with a low level of 
trust, the turnover intention increases when more information is given.  This means that more 
information has a different effect of turnover intention when trust is high or low.  
 
When split into groups by way of communication, the results were no longer significant for 
either information received directly from higher management, information received from 
supervisor or information received indirectly. Although a significant effect was found for the 
entire group, it does not support hypothesis 6a, 6b and 6c; therefore, hypotheses 6a, 6b and 6c 
are fully rejected.  
 
Hypothesis 7:  The effect participation has on turnover intention, is stronger for 
employees with higher trust in management 
 
The effect participation has on turnover intention is a small, but significant negative effect ( = 
-.294, p = < .000). However, this effect disappears when controlled with trust in management 
and is no longer significant ( = -.043 p = .629). The interaction effect between participation 
and trust in management was standardized and also tested; this effect is a small, negative, but 
significant effect ( = -.173, p = .029). In table 10 the complete overview is visible.  
 
The effect trust has on the relation between participation and turnover intention, is a small 
negative effect (-.136, p = .110). This effect is not significant.  
 Trust -1             Trust = 0 Trust + 1 
Information  -.176*  .032  -.034  
Trust in management       -.318*  -.558***  -.318*  
Information*Trust in management   -.302*  -.173*  -.375*  
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Since no significant interaction effect can be found for trust on the relation between 
participation and turnover intention, hypothesis 7 is rejected.  
 
5 Conclusion, discussion & recommendations  
5.1 Conclusion  
 
As described in literature and expected, both information and participation have a positive 
significant effect on trust in management. This effect is strong and consistent with earlier 
studies (Lines et al, 2005). Literature focuses mainly on the negative effects resistance to 
change can cause organizations (Oreg, 2006), whereas this study focuses on one specific 
measure; turnover intention.  
 
Information has a significant negative effect on turnover intention. This effect however, is very 
small and statistically weak. For participation this effect is even smaller. These effects are no 
longer significant, when controlled for trust in management. This means trust in management 
has a full mediation effect on the negative relation between information and participation with 
turnover intention. Information and participation do show a significant effect on trust in 
management itself.  
There is an exception; when information is given directly via the higher management, both 
information and participation lower the turnover intention. Providing information regarding the 
change via higher management lowers the turnover intention. In fact; when information is 
provided by the higher management, 39% of the variance of turnover intention is predicted by 
information and participation. This confirms the results of Morgan & Zeffane (2003), who 
showed that authority is important for employees and it matters via which channel information 
is communicated. Morgan & Zeffane (2003) also showed that communication via supervisor or 
communication indirectly, do not show this relation. This result is also confirmed in this study.  
However, the difference in variation between these groups, does not show significant variation 
when it comes to trust in management. According to different scholars (Morgan & Zeffane, 
2003; Sorensen, 2011) trust in management can be positively influenced by consultation with 
the decision makers (higher-level management). This study however, did not find a difference 
for this effect between the direct information channels (higher management or supervisor). This 
study cannot confirm these results; no significant differences were found between the various 
groups.  
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As expected trust in management itself is confirmed to have a significant large effect on 
turnover intention (Oreg, 2006).  
No significant influences have been found with gender, education, scale level and years of 
service.  
 
Employees with a low level of trust, have higher intentions to leave the organization (Oreg, 
2006). Giving these employees more information does not lower this effect. On the contrary: 
this study shows that giving this group more information leads to an increased turnover 
intention. This is partly in line with Oreg’s study (2006), who predicted this without trust as 
moderator. When trust is high, more information does lower turnover intention.  
It needs to be noted that these effects are very small.  
 
5.2 Limitations  
 
Some limitations need to be made. The communication process within a publicly listed 
company defers from smaller, not listed companies. Therefore, during the change process, some 
information will always be restricted until plans are definitive. This interferes with the desirable 
level of information and participation. Although timely information was a part of the 
questionnaire within the scale of information, no separate analysis was made for timely 
information. According to Van Dam, Oreg & Schijns (2008) trust in management is negatively 
influenced when employees are not given accurate and timely information. Accurate and timely 
are not specifically measured, but this could indicate the same results. However, this is a weak 
conclusion and further research could focus more on this specific phenomenon.  
 
Another limitation is that no distinction was made between employees working at the 
headquarters and employees working on local offices. Assumed can be that employees at the 
headquarters are easier facilitated to join participation sessions and possibly experience a higher 
level of participation.  
 
It is important to realize that these results are based on a survey which was send in a large 
financial institution, several days after implementation of this change. This means employees 
already knew the consequences of the change. The uncertainty among employees does not 
apply in this study, which could influence the results. Literature did see uncertainty as one of 
the indicators for lower trust in management and higher turnover intentions. Further research 
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could be done in an earlier state of an organizational change. Another remark for further 
research that needs to be made is that 88.1% of the respondents has an educational level which 
is considered as high in the Netherlands (HBO or WO). This does not seem a correct reflection 
of society. Also 76.3% of the respondents have more than 10 service years. Although is study 
did not focus on this specific item (since no significant variance was found) this could possibly 
be an indicator for loyalty to an organization and therefore possibly influence the results.  
 
5.3 Recommendations for practice 
 
There is a significant relationship between turnover and organizational performance (Hancock 
et al, 2013). Turnover intention normally increases when organizations want to introduce any 
change (Raza et al, 2017). This makes it very useful for management to know how turnover 
intention can be influenced. Turnover intention is after all a predictor of actual turnover and 
when organizations can get grip on turnover intention they are able to retain their human 
resources and talents (Babalola et al, 2014). This study shows that information and participation 
can reduce turnover intention. However, this effect is very small. When information however 
is spread directly via the higher management, it reduces turnover intention. With this non-
invasive choice, management can get more grip on turnover intention and help the organization 
to retain their human resources and talents.  
Another remark for management is that more information does not lower turnover intention 
when employees have a low trust level. Therefore, management can explore via which means 
they can try to enlarge the trust in management levels of their employees.  
Although the effect information and participation have on turnover intention is very small, this 
study does show that information and participation are a influencer for trust in management, 
which can help reducing turnover intentions.  
 
5.4 Recommendations for theory 
 
Hoped was for an outcome in which turnover intention was explained. Although there is an 
effect; the influence information and participation have on turnover intention, is very small. 
Trust in management does explain turnover intention partly, but there is still a large part 
unexplained. Future research can be done on this shortage.  
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Appendix I: Variable matrix questionnaire  
 
Variables Statements  Source  
Turnover  
intention  
I am thinking about leaving this organization 
 
I am planning to look for a new job 
 
I intend to ask people about new job opportunities 
 
I don’t plan to be in this organization much longer 
Kelloway et al (1999) 
Trust in 
management  
Can you trust the information that comes from the management?  
 
Does management withhold important information from the employees? 
(reversely scored)  
 
Are employees able to express their views and feelings?  
 
Does management trust employees to do their work well? 
Sorensen et al (2011) 
 
Management at my firm are sincere in their attempts to meet the workers’ 
point of view  
 
Our firm has a poor future unless it can attract better managers  
 
If I got into difficulties at work I know my managers would try and help 
me out  
 
Management can be trusted to make sensible decisions for the firm’s future 
 
Management seem to do an efficient job  
 
I feel quite confident that the firm will always try to treat me fairly  
 
Most of the managers can be relied upon to do as they say they will do  
 
I have full confident in the skills of the management  
 
Cook and Wall (1980) 
Information  The information I have received about the changes has been timely given. 
 
The information I have received about the changes has been useful. 
 
The information I have received has adequately answered my questions 
about the changes. 
 
I have received adequate information about the forthcoming changes. 
 
Wanberg & Bana’s (2000) 
Participation  I have been able to ask questions about the changes that have been 
proposed and that are occurring. 
 
I have been able to participate in the implementation of the changes that 
have been proposed and that are occurring. 
 
I have some control over the changes that have been proposed and that are 
occurring. 
 
If I wanted to, I could have input into the decisions being made about the 
change 
 
Wanberg & Bana’s (2000)  
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Appendix 2: Factor analysis 
Rotated Component Matrixa Component 
1 2 3 4 
Most of the managers can be relied upon to do as they say 
they will do 
,758    
Does management trust employees to do their work well? ,734    
Management can be trusted to make sensible decisions for the 
firm's future 
,727    
I have full confident in the skills of the management 
 
,705 ,376   
If I got into difficulties at work I know my managers would 
try and help me... 
,704    
Can you trust the information that comes from the 
management? 
,698    
I am able to express my views and feelings? 
 
,684    
Management does an efficient job 
 
,558 ,355   
Our firm has a poor future unless it can attract better 
managers 
,521    
The information I have received about the changes has been 
useful 
 ,825   
The information I have received about the changes has been 
timely given 
 ,816   
I have received adequate information about the forthcoming 
changes 
 ,799   
The information I have received has adequately answered my 
questions about ... 
 ,783   
I am planning to look for another job 
 
  ,886  
I intend to ask people about new job opportunities 
 
  ,858  
I am thinking about leaving this organization 
 
-,347  ,802  
I don't plan to be in this organization much longer 
 
  ,641  
I have some control over the changes that have been proposed 
and that are o... 
   ,809 
If I wanted to, I could have input into the decisions being 
made about the ... 
   ,800 
I have been able to participate in the implementation of the 
changes that ... 
   ,776 
